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The purpose of this degree project is to analyze admi¬
nistrative problems which have caused the City of Atlanta's
Affirmative Action Office to be inept in accomplishing its
goals to increase minority and female participation in
higher-paying jobs. This project is based upon my intern¬
ship experience in the City's Affirmative Action Office. As
an intern, I became a participant observer in the day-to-day
operations of this office. This was also one of my data
collection techniques.
This paper consists of five chapters. Chapter I is the
Introduction which describes the problem and its setting.
Chapter II examines the legal basis for equal employment op¬
portunity and affirmative action. Chapter III outlines the
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administrative problems encountered in developing and imple¬
menting the Affirmative Action Program in the City of
Atlanta. Chapter IV presents an analysis of Affirmative
Action Models in Los Angeles, California and Atlanta, Georgia
based on criteria established by the Equal Employment Oppor¬
tunity Commission. Finally, Chapter V lists my conclusions
and recommendations for the resolution of the administrative
problems discussed and how these recommendations will enhance
effective operation of the Affirmative Action Office in
Atlanta City government.
AN ANALYSIS OF ADMINISTRATIVE PROBLEMS
RELATED TO THE IMPLEMENTATION OF THE
CITY OF ATLANTA'S AFFIRMATIVE ACTION PROGRAM
A THESIS
SUBMITTED TO THE FACULTY OF ATLANTA UNIVERSITY
IN PARTIAL FULFILLMENT OF THE REQUIREMENTS FOR
THE DEGREE OF MASTER OF PUBLIC ADMINISTRATION
BY
GARRY E. BLACKWELL




This paper is a product developed as a result of my
six (6) month internship experience with the City of Atlanta's
Affirmative Action Office. This paper could not have been
formulated without the assistance of several individuals.
First of all, I am grateful to the Affirmative Action
Office staff; Mary Ann Johnson, Merna Kent and Elaine Sharpe
for assisting me in compiling the necessary information to
formulate this paper. I am also grateful for their time and
efforts spent in helping me to understand the operations of
the Affirmative Action Office and for extending personal
interviews. Special thanks to Elaine Sharpe for the monu¬
mental typing job.
Secondly, my thanks is extended to my Committee Members:
Advisor and Associate Professor Dan Young, Intern Supervisor
Mary Ann Johnson and special thanks to Professor Linda Hawkins
who guided my research skills in development of this paper.
Finally, I am grateful to my family and friends who have




Chapter PageI.INTRODUCTION 1II.REVIEW OF THE LITERATURE 7
Legal Basis for Affirmative Action
Civil Rights Acts of 1866, 1871, 1964
Executive Orders 11246, 11375
The Equal Pay Act of 1963
Equal Employment Opportunity Act of 1972
State and Local Laws
City of Atlanta LawsIII,ADMINISTRATIVE PROBLEMS RELATED TO SUCCESSFUL
IMPLEMENTATION OF THE AFFIRMATIVE ACTION
PROGRAM IN ATLANTA CITY GOVERNMENT 15
Observations
Interviews
FindingsIV.AN ANALYSIS OF AFFIRMATIVE ACTION MODELS AND






Equal Employment is a statutory right of every American
citizen. This right dates back as far as the Civil Rights
Act of 1866. But, as the saying goes, laws are made to be
broken, which has been and still is the case involving equal
employment laws.
Even though laws have been mandated by federal, state
and local governments, Presidential Executive Orders and
landmark court decisions, minorities and females are still
affected by discriminatory employment practices.
Equal employment opportunity statistics reveal that
minorities and females in all categories of employment are
concentrated in unattractive lower-paying jobs. There is a
disproportionate relationship of qualified minorities and
females in higher level positions in the work force and their
number in the total population of the City of Atlanta.
Many of the people who are handicapped by past and
present discrimination are qualified to fill position vacan¬
cies well above the positions they hold or seek. However,
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continuous barriers of race, sex and religion have denied them
equal employment opportunities.
There are still others who are unskilled and cannot qua¬
lify for promotion or entry into better paying jobs because
of lifelong discrimination barriers which have denied them the
opportunity to seek the necessary skills and training which
would prepare them for upward mobility.
Employers' refusal to comply with equal employment laws
over the past 100 years shows us that discriminatory prac¬
tices are so deeply embedded in our economic institutions
that mere neutral non-discriminatory and merit-hiring poli¬
cies are not enough to rid our society of this evil.
Past and present discriminatory practices require posi¬
tive efforts to make equal employment laws work. This is
where affirmative action programs begin. Affirmative action
is specific actions in all aspects of employment to assure
that positive steps are taken to assure equal employment
opportunity and to overcome present effects of past discri¬
mination. Many employment practices appear fair in form
but in operation they have an adverse affect on minorities
and females. Affirmative Action Programs should seek to
identify these practices and eliminate them through remedial
actions. Affirmative Action Programs not only deal with
elimination of past and present discrimination but they are
beneficial to employers in that they help to tap human
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resources of minotiries and females whose skills have been
underutilized or overlooked.
Presently, the City of Atlanta operates under a strong-
mayor form of government. There is a Chief Administrative
Officer (CAO) and nine (9) Commissioners that report to the
Mayor through the CAO. The departments are further sub-¬
divided into bureaus and offices.
The Department of Administrative Services is subdivided
into three (3) bureaus? Personnel, Purchasing and Real
Estate, and General Services; and two (2) offices: Contract
Compliance and EEO/Affirmative Action. These bureau chiefs
and officers report directly to the Cosranissioner.
The City of Atlanta *^s. Equal Employment Resolution was
approved by the Mayor on December 24, 1974. This was the
official authorization to establish an Affirmative Action
Program within the City.^ To re-emphasize his policy, the
Mayor issued an Executive Order on Equal Employment
Opportunity on January 1, 1975.* The Affirmative Action
Office was placed under the supervision of the Commissioner
of the Department of Administrative Services. An EEO Officer
has responsibility for its day-to-day operations.
^City of Atlanta, Equal Employment Opportunity Resolution,
approved by the Mayor December, 1974.
See Appendix B.
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Since its establishment in 1975, the Affirmative Action
Program has made minimal progress in elevating minority and
female employees to higher-paying jobs. Since 1974, jobs in
the salary range $10,000 and above, black females moved from
4% to 5%, no progress from 1975 to 1976; white females slid
from 9% to 7%; black males moved from 16% to 19%; white males
dominate these jobs with68.* As of June, 1976, the City's
EEO statistics showed that minorities and females are con¬
tinuously concentrated in the lower-paying, menial jobs of
ieic
office/clericals and service/maintenance.
As an intern in the Affirmative Action Office, I was
able to observe the day-to-day operations of this office.
Based upon my internship experience, this degree project
will address the problem of "Why has the City of Atlanta's
Affirmative Action Office been inept in implementing its
plans to increase minority and female participation in
higher-paying jobs?" Affirmative action progress has been
obstructed by; (1) A lack of support from top management;
(2) A lack of authority; (3) A lack of sufficient staff
resources; (4) A lack of sufficient funds and (5) A lack
of autonomy. These factors reverberate the repulsive






This study is undertaken to examine the probable causes
of the ineffectiveness of the Affirmative Action Office
within the City of Atlanta. Statistical reports have shown
that the City is lagging in the upward mobility of minority
and female employees into mid-level and upper-level posi¬
tions, Since EEO/Affi3nnative Action has been declared a
top priority in the Mayor's policy statements, it is hopeful
that the results of this study will lend itself to the reso¬
lution of the difficulties the office has encountered in
implementing its program.
This study will not attempt to determine the success of
all affirmative action programs; neither will it determine
nor evaluate personal characteristics of persons charged
with the responsibility of implementing an affirmative action
program. This study will be limited to the recruitment, se¬
lection and training aspects of the City of Atlanta's Affir¬
mative Action Program.
The research techniques utilized will be that of parti¬
cipant observer as well as questionnaires and interviews.
This paper will consist of five chapters. Chapter II
examines the legal basis for equal employment opportunity
and affirmative action. Chapter III outlines the admini¬
strative problems encountered in developing and implementing
the Affirmative Action Program in the City of Atlanta. As
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an intern in this office, I was able to observe the inef¬
fectiveness of the office based on the problem areas identic
fied. Chapter IV presents an analysis of Affirmative Action
Models in two (2) cities with black mayors. The cities are
Los Angeles, California and Atlanta, Georgia. These models
will be analyzed based on criteria established by the Equal
Employment Opportunity Commission (EEOC), Finally, Chapter V
lists my conclusions and recommendations for the resolution
of the administrative problems discussed and how these recom¬
mendations will enhance effective operation of the Affirmative
Action Office in Atlanta City government.
CHAPTER .II
LEGAL BASIS FOR AFFIRMATIVE ACTION
In order to begin a discussion of the legal basis for
Affirmative Actionit is necessary to provide a definition
of discrimination and equal employment opportunity as iden¬
tified by the courts.
Discrimination - in equal employment law has been
defined as an act or acts the effects of which are
adverse to the employment opportunities of one or
more individuals because of his, her or their Race,
Color, Sex, Religion or National Origin or other
factors which under particular laws may not be
considered as a basis for employment actions.
Unlawful discrimination generally may be either
intentional or not.2
Equal Employment Opportunity - has been defined as
a system of employment practices within an employing
organization or generally under which individuals
are not excluded from any participation, advancement,
or benefits because of their Race, Color, Religion,
Sex or National Origin or other factor which cannot
lawfully be the basis for employment actions. An
employment system in which neither intentional nor
unintentional discrimination operates. The purpose
of affirmative action is to achieve equal employment
opportunity.^
2
"Glossary of Affirmative Action Terms", Affirmative




The history of equal employment opportunity law dates
back to 1865, with the ratification of the Thirteenth
Amendment to the U,S. Constitution, which outlawed slavery
and involuntary servitude.
The following year Congress enacted the Civil Rights
Act of 1866; the act provides that:
"All persons within the jurisdiction of the
United States shall have the same right in
every State and Territory to make and enforce
contracts, . .as is enjoyed by white citizens, .
The Fourteenth Amendment to the United States Constitu¬
tion lead to congress enactment of the Civil Rights Act of
1871, which states in part;
"Every person who, under color of any statute,
ordinance, regulation, custom, or usage, of
any State or Territory, subjects or causes to
be subjected, any citizen. , .to the depriva¬
tion of any rights, privileges, or immunities
secured by constitution and laws, shall be
liable to the person injured, .
This first reconstruction period was unsuccessful. These
Acts were merely words without application. Nearly 100 years
would pass before any meaningful legislation was enacted.
The year 1941, marked the beginning of modern equal employ¬
ment opportunity laws. President Roosevelt issued Executive
^"Basis Law of Equal Employment Opportunity", Affirmative
Action Planning Manual, (EEO Services, Inc.), 1975, p. 1.
^Ibid,, p. 2.
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Order 8802^ which established a five-person Fair Employment
Practices Committee (FEPC). This committee was to ensure a
policy of equal employment in defense contracts in employ¬
ment by the Federal government and vocational and training
£
programs administered by Federal agencies. The problem with
this committee was that it had no enforcement powers. There¬
fore^ it could not resolve discriminatory practices.
The breakthrough in equal employment opportunity (EEO)
came in 1963, Two significant developments occurred. First,
the Equal Pay Act was passed. It required all employers sub¬
ject to the Fair Labor Standards Act to provide equal pay for
men and women performing similar work. Secondly, an omnibus
civil rights bill containing an EEO provision was introduced
in the House. This bill became the Civil Rights Act of 1964.
Title VII, of that Act is entitled Equal Employment Opportunity.
Title VII, declares unlawful an employment practice which
discriminates because of Race, Color, Religion, Sex or
National Origin. It also restricts the printing or publica¬
tion of any notices or advertisement based on the stated
items. Provisions of Title VII, require that all employers
post a notice of the basis provisions of this title where it
may be seen by all employees and job applicants. A major
^David L, Rose, "EEO Law in Historical Perspective",
Good Government, FallA^inter, 1975, p, 24.
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provision of this title is the establishment of the Equal
Employment Opportunity Commission (EEOC).
The EEOC is composed of five commissioners appointed by
the President with the consent of the Senate. No more than
three of the commissioners can belong to the same political
party. The commissioners are charged with the responsibility
of deciding cases and setting policy for the agency.
Title VII of the 1964 Civil Rights Act gave EEOC the
power to receive complaints of discrimination and file them
on behalf of the individual; to investigate such complaints
and upon finding reasonable cause to believe that discrimi¬
nation had occurred to conciliate the complaint by voluntary
means. It did not give EEOC any mandatory enforcement powers.
Title VII prohibited all acts or practices by any pri¬
vate employer or labor union having at least 25 employees or
members^ and engaged in any industry affecting interstate
commerce. Exceptions were made for religious organizations
and educational institutions. Public employers at all levels
were not subject to Title VII.
Title VI,of the Civil Rights Act of 1964, prohibits dis¬
crimination on the basis of race, color, sex or national
origin in all programs or activities which receive Federal
11
financial aid, if the primary purpose for federal assistance
. 7
IS employment.
Even though Title VII, of the Civil Rights Act of 1964,
had explicitly stated that Equal Employment Opportunity is
the law, employers continuously discriminated against employ¬
ees and applicants. Because EEOC did not have enforcement
power, it was unable to bring many violators into compliance
with the Act.
Between 1964 and 1972, much debate was carried on in
Congress to give EEOC the power to enforce the fair employ¬
ment law. It was not until March, 1972, that Title Vll, was
amended in several significant aspects by the Equal Employment
Opportunity Act, One of the most important amendments gave
EEOC authority to file suit against private employers in fede¬
ral court upon a finding of reasonable cause and failure of
conciliation to remedy the discrimination.
The amended act broadened the coverage of Title VII, to
include State and Local governments and quasigovernmental
agencies. Coverage was also extended to private and pxiblic
employers and unions of 15 or more employers or members. All
employment agencies and educational institutions are now fully
covered. The only exempts are religious organizations con¬
ducting religious activities.
^Public Law 88'r352, 88th Cong,, 3d sess,, (1964).
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The private right to file suit is preserved, svibject to
provisions designed to give EEOC a chance to obtain voluntary
compliance or to bring its own action.
A very important amendment added to Title VII was the
nondiscrimination provisions concerning Federal employees and
applicants. Heretofore, nondiscrimination provisions had been
based on executive orders.®
A series of Executive Orders were issued from 1964 through
1967, which recognized the need for Affirmative Action. The
two most significant were Executive Order 11246 issued in 1965,
which required a nondiscrimination clause covering employment
in all contracts with the federal government for more than
$10,000, In relation to this order. Revised Order No. 4, re¬
quires Affirmative Action Programs which must include projected
goals and timetables by all Federal contractors and s\ibcon-
tractors. The other was Executive Order 11375 issued in 1967,
which extended coverage of Executive Order 11246 to sex dis¬
crimination,^
Several other pieces of legislation were significant in
furthering affirmative action. One was the Age Discrimination
in Employment Act of 1967, which prohibits employers of 25 or
^Public Law 92-261, 88th Cong., 2d sess., (1972).
^U,S, Equal Employment Opportunity Commission, Affirmative
Action and Equal Employment; A Guidebook for Employers, Vol. 1,
January 1974, p, 5.
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more employees from discriminating against persons 40-65 in
any area of employment because of their age. Another was
Title IX, Education Amendments Act of 1972, which extended
coverage of the Equal Pay Act and prohibits discrimination
on the basis of sex against employees or students of any
educational institution receiving federal financial aid.
In addition to federal laws regarding equal employment
and affirmative action. State and Local governments may enact
laws or issue ordinances in this area. This has been the
case with Atlanta City government.
An Equal Employment Opportunity Resolution was adopted
by the City Council and the Mayor in December, 1974. On
January 1, 1975, the Mayor issued an executive order to re¬
emphasize his policy on equal employment opportunity.
The City's EEO resolution signed in December, 1974, was
not the implementation of an Affirmative Action Program. It
did not stipulate who would have the overall authority for
implementing the Equal Employment Opportunity Program.
Neither, did the resolution mention any funding for such a
program. It stated briefly that each Commissioner and Agency
Head should establish a departmental affirmative action plan.
The other piece of legislation issued on equal employ¬
ment was the executive order issued on January 1, 1975, by the
Mayor. Since that time, not even a memo has been issued in
14
support of the Affirmative Action Program. The present
Affirmative Action Plan which the City operates under has
not been approved by the City Council and the Mayor as an
official public document.
CHAPTER III
ADMINISTRATIVE PROBLEMS RELATED TO THE SUCCESSFUL
IMPLEMENTATION OF THE AFFIRMATIVE ACTION PROGRAM
IN ATLANTA CITY GOVERNMENT
My first observation is that there is a lack of support
from top management, therefore, the City's Affirmative Action
Office has been inept in accomplishing its goals.
The Equal Employment Opportunity Commission has listed
top management support as the first step in implementing a
successful affirmative action program, EEOC has stated that
the Chief Executive should issue a firm statement of personal
commitment, legal obligations and the importance of EEO as a
business goal. He or she should assign specific responsibi¬
lity and accountability to every executive and manager.^®
My observations and investigation reveal negligence on
the part of top management to render needed support to the
affirmative action office in accomplishing its goals. Three
^^U.S. Equal Employment Opportunity Commission, Affirmative
Action and Equal Employment; A Guidebook for Employers, Vol. 1,
January, 1974, p, 19,
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of the four persons interviewed stated that the Mayor is not
supportive of the affirmative action program. Reasons stated
were that discrimination complaints that could not be resolved
by the affirmative action office that were passed on to the
Mayor's office have been allowed to accumulate without any
follow-up action being taken to resolve them; the Mayor has
not taken any action on EEO quarterly status reports sent to
him expressing little or no progress on the part of several
departments to meet stated goals.
The EEO officer, however, feels that the Mayor is gener¬
ally supportive of the affirmative action program. She stated
that the Mayor has from time to time stated openly his com¬
mitment to EEO/Affirmative ActionHis strongest verbal
commitment was issued on January 1, 1975,* However, since
that time the Mayor has not given any demonstrative commit¬
ment through his actions to the affirmative action program.
No strong action has been taken to substantiate his stated
position on EEO/Affirmative Action,
Three of the four interviewees stated that Commissioners,
Bureau Chiefs and First-Line Supervisors are not supportive
of the affirmative action program. Reasons stated were that
the majority of top managers have not demonstrated their
support of EEO/Affirmative Action by setting realistic goals
See Appendix B.
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and timetables and striving to meet them. Many top managers
in filling job vacancies do not take into consideration the
City's EEO status report which indicates the number, race
and sex of employees presently holding the particular posi¬
tion. It is intended to suggest the race and sex of the
person that should be hired in meeting EEO goals.
On the Other hand, the EEO officer feels that there are
some Commissioners and Bureau Chiefs that are supportive of
the affirmative action program, however, they are in the
minority. She feels that there are basically three types of
commitments. (1) Personal commitment, wherein some managers
feel it is the right thing to do and are serious about pro¬
viding equal employment opportunities. However, these mana¬
gers are in the minority. (2) Responsibility, wherein some
managers believe it is part of their job to work to improve
the status of minorities and females in their departments.
(3) Forced action, wherein some managers must be pushed or
reasoned with in trying to promote the necessity of equal
employment opportunities. The EEO officer feels that some
managers are ignorant of EEO policies and procedures, some
do not understand that it is good management, others perceive
compliance with affirmative action as additional work or an
added burden to their other responsibilities. The EEO officer
feels that the department heads set the tone or pace as to how
affirmative action will be accepted in a department. To quote
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her, "Affirmative action is not what you feel in your heart
but what actions you take to deal with unfair employment
practices.In essence, if commissioners take positive
stands, they can demand compliance from bureau chiefs and
line supervisors.
The most crucial area of management to be dealt with is
first-line supervisors. They are usually tenured employees
who through time have developed many stereotypes about minor¬
ities and females. In most cases, they make the decision as
to who will be hired. This is the group that must be informed
and educated to EEO matters and are the least committed to
affirmative action plans.
The annual EEO report shows that most departments did
meet stated goals. However, the status of minorities and
females in higher level positions improved very little. This
was due to the fact that departmental goals and timetables
were understated from the beginning.Efforts are now being
made to analyze turnover rates in job vacancies when stating
realistic goals. But, unless top management institutes some
uniform system of evaluating each department on its affirma¬
tive action progress this problem will undoubtedly continue.
^^Interview with Mary Ann Johnson, Affirmative Action
Officer, City of Atlanta, Georgia, 9 February 1977.
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EEO evaluations should show results through statistics or at
least good faith efforts in critical areas of employment.
My observation leads me to believe that the affirmative
action office operates on written statements and verbal sup¬
port from top management. Stated policy is only a beginning.
To be effective, the affirmative action program must be en¬
forced by top management. Managers must be evaluated and
held accountable for their performance on affirmative action.
The second observation is that there is a lack of author¬
ity, therefore^, the affirmative action office has been inept
in accomplishing its goals.
The Equal Employment Opportunity Commission has listed
the appointment of a top official with responsibility and
authority as the second step in implementing a successful
affirmative action program. EEOC stated that many affirma¬
tive action programs fail because the individual named to
head them does not have sufficient status and authority.
The importance of the affirmative action program is indicated
from the start by the individual placed in charge and the
. . . 1 ?
authority the position carries*
TO
, .
U.S. Equal Employment Opportunity Commission, Affirmative
Action and Equal Employment; A Guidebook for Eitiployers, Vol. 1,
January, 1974, p, 19.
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The concept of authority is very complex and at times
ambiguous. In this paper, authority means power to demand
compliance with affirmative action plans through enforcement
power designated by the Mayor, There are many dilemmas to
the utilization of authority in an organization. Peter Blau
has described one dilemma of bureaucratic authority as —
"a conflict between official requirements and actual prac¬
tice, This means that standard policy and procedures may
be stated in writing but often the written statements are not
actually carried out or adhered to by other individuals.
In the case of the City of Atlanta's Affirmative Action
Office, duties were assigned without delegating of actual
authority to enforce stated policy or to demand compliance
by any means. The Mayor's policy statement on equal employ¬
ment opportunity assigned each department and bureau head the
duty for preparing a departmental affirmative action plan for
achieving the ultimate goal of equal eir^loyment for minorities
and females. The affirmative action office was given the
overall responsibility for implementing and monitoring the
. . 15
City's affirmative action plan.
^^Peter M, Blau and Marshall W, Meyer, Bureaucracy in
Modern Society, 2nd ed. (New York; Random House, 1971),
p, 61.
*1 C
City of Atlanta, Equal Employment Opportunity Resolu¬
tion, December, 1974.
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In the interviews with the EEO officer and her assist¬
ant, it was emphatically stated that the affirmative action
office does not have enforcement power to insure that each
department adheres to its plans. The affirmative action
office can only make recommendations to departments through
job requisitions sent to the department when a job vacancy
occurs. The job requisition states the EEO status of the
employees in that particular job category and is intended to
suggest the race and sex of the person that should be hired.
Both interviewees stated that the affirmative action
office has a monitoring system to evaluate departmental EEO
progress through quarterly and monthly reports, employee
complaints and job vacancies in personnel. However, the
affirmative action office does not have authority to regulate
compliance with affirmative action plans. Delinquent depart¬
ments may be detected early but the affirmative action office
can only talk with EEO departmental co-ordinators about these
problems and make recommendations for alleviating them.
Since each department has been given the responsibility
for setting its own goals and timetables, the affirmative
action office can only work with departments in determining
its degree of underutilization of minorities and females, in
determining the number of anticipated vacancies, and in de¬
termining the number of qualified minorities and females.
The affirmative action office can only recommend to the de¬
partment what its goals for EEO should be.
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The affirmative action officer may make recommendations
to the Commissioner of Administrative Services as to what she
feels will improve the operation of the office. If there is
agreement, this recommendation is sent to the Mayor through
the Chief Administrative Officer for approval as standard
policy.
The affirmative action office appears to be a powerless
operation when it comes to enforcement of affirmative action
plans and demanding compliance from commissioners and bureau
chiefs. The City has not clearly stated the authority which
has been or should be invested in the affirmative action
office. As a result, the majority of commissioners do not
feel the necessity to set realistic goals and timetables and
to evaluate their staff’s performance on EEO matters.
As stated earlier, the person that is charged with this
responsibility must be given status and the position must
carry authority. Again, I must elude to another of Blau's
dilemmas of bureaucratic authority: "it rests on the power
of sanction but is weakened by frequent resort to sanctions
in operations," I agree that frequent sanctions should be
avoided. However, there should be adequate sanctions used
to achieve compliance with stated plans.
1
■'■"Peter M. Blau and Marshall W, Meyer, Bureaucracy in
Modern Society, 2nd ed. (New York: Random Hbu'se, 1971) ,
p. 68; '
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This is not the case in the City of Atlanta. The Mayor
as Chief Executive should have the. ultimate sanction power
to demand compliance with affirmative action plans. However,
he has not exercised this authority. The duty for monitor¬
ing and evaluating the program was given to the affirmative
action office^ Yet, the affirmative action officer, the
person involved with the day-to-day operations and problems
encountered, did not receive the necessary authority to im¬
plement the City's affirmative action plan; neither can she
directly convey to the Mayor the urgency of dealing with
certain crucial aspects of the affirmative action program.
Furthermore, she can only make hollow recommendations which
may or may not be heard by the Mayor.
Another weakness of the affirmative action office is
that it cannot make the ultimate decision on charges of dis¬
crimination. The affirmative action office receives com¬
plaints of discrimination, conducts an investigation and
makes recommendations for resolution of the problem to the
department. The department has a right to disagree with the
findings and recommendations. If this happens, the charge is
referred to the Mayor's office to be resolved by the Chief
Administrative Officer. Again, this dilutes the affirmative
action office's power and respect and reflects the insigni¬
ficance of the office to both the department and employee.
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The affirmative action officer and her assistant ex¬
pressed total dissatisfaction with the manner in which
charges have been handled once they leave their office and
the attitude departments take in furnishing information
during investigations. Very few charges passed on to the
Mayor's office have been resolved. This has caused a back¬
log of charges and also has caused employees to question the
credibility of the affirmative action office.
My third observation is that there is a lack of suffi¬
cient staff resources^ therefore, the affirmative action
office has been inept in accomplishing its goals.
Along with appointing a top official with authority, the
Equal Employment Opportunity Commission also states that this
person must have sufficient time and staff to implement a
. . 17
successful affirmative action program.
The City's affirmative action office presently consists
of the EEO officer, a stenographer and one technician (CETA
employee). This small staff must serve approximately 7,489
employees. They must receive and investigate complaints of
discrimination, inform employees of their equal employment
rights, provide technical assistance to user departments in
17
U.S. Equal Employment Opportunity Commission, Affirmative
Action and Equal Employment; A Guidebook for Employers, Vol. 1,
January, 1974, p, 19.
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complying with affirmative action plans and serve as a liai¬
son with EEOC and other federal agencies in the area of EEO
compliance. Considering the number of employees to be served
the correspondence to be handled and numerous other functions
of the office, the staff is much too small to effectively
render all aspects of a successful affirmative action program
All interviewees stated that the affirmative action of¬
fice does not have an adequate staff to process the work flow
of the office nor to provide technical assistance to user
departments. The EEO officer stated that in terms of tech¬
nical assistance, the office mostly reacts to emergency situ¬
ations and requests from departments for assistance. Because
of the lack of staff power to provide technical assistance to
each department, the affirmative action staff spends a great
deal of time in duplication of efforts. Many departments do
not understand how to file quarterly progress reports, even
though this process has been explained. Therefore, when
these frequent errors are detected, these departments must be
assisted on a one-to-one basis.
When asked, "Does the affirmative action office have an
adequate staff to conduct training sessions for managers and
supervisors?", the EEO officer and her assistant replied,
"No^" It was stated that this area is vital to the success
of the affirmative action program. The lack of staff to con¬
duct training sessions is one of the major factors which
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accounts for the ineffectiveness of the program in accom¬
plishing its goals.
Presently with a limited staff, the affirmative action
office only monitors departmental actions in terms of hiring.
Additional staff would enable monitoring to encompass sight
visits and training.
A fourth observation is that there is a lack of suffi¬
cient funds, therefore, the affirmative action office has
been inept in accomplishing its goals.
The Equal Employment Opportunity Commission did not
emphasize the need for sufficient funds to implement a suc¬
cessful affirmative action program. The necessity for funds
is implicit when starting any program. The passage of an
ordinance to establish a new program would indicate that
budgetary allocations would follow.
This has not been the case with the City of Atlanta's
Affirmative Action Program. To date the office does not have
its own operating budget. As a staff office of the Commis¬
sioner of the Department of Administrative Services, the
affirmative action office receives whatever small funds that
can be borrowed from other bureau accounts in the department.
A lack of funds has stifled the promotion of good pub¬
lic relations. To be effective the affirmative action pro¬
gram must be publicized both internally, to employees and
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externally, to regular and new recruitment sources. The
affirmative action operations and progress needs to be
communicated outside in order to inform citizens and to
obtain their reactions.
Co-ordinating a successful affirmative action program
requires special skills and knowledge of EEO matters.
Insufficient funds have hindered the City's affirmative
action staff from attending beneficial EEO training sessions
and purchasing training manuals and audio-visual aids that
would assist in extending knowledge and the importance of
equal employment opportunity.
The affirmative action program was hindered from the
beginning because it did not have funds to engage in training
sessions to orientate and educate managers and supervisors to
the importance of equal employment opportunity. Therefore,
managers and supervisors were ill-prepared to accept respon¬
sibility for implementing an affirmative action plan which
would change policies and procedures. As a result, there is
resistance because some managers view affirmative action as
an invasion of their rights to operate their departments as
they see fit.
The fifth observation is that the office is not autono¬
mous, therefore, the affirmative action office has been inept
in accomplishing its goals.
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The Equal Employment Opportunity Commission lists the
appointmenr, of a top management official as director to the
affirmative action program, directly responsible to the
Chief Executive as part of the second step in implementing
a successful affirmative action program. Managing the affir¬
mative action program requires a major time commitment; it
1 8
cannot be added on to an existing full-time job.
The City of Atlanta has acted contrary to this important
step. The affirmative action office was established in
December, 1974. The authority for its operation was assigned
to the Commissioner of the Department of Administrative
Services as an addition to her other responsibilities. EEO/
Affirmative Action became a staff office of the Commissioner
and an EEO officer and a stenographer were hired to handle
its overall functions.
In its present structural location, affirmative action
progress has been obstructed by non-compliance, communica¬
tion barriers and invisibility. All interviewees stated that
departments have been negligent in stating their goals and
timetables in complying with affirmative action requests.
Non-compliance has been in part attributed to the fact that
most managers and supervisors view affirmative action as the
°U.S. Equal Employment Opportunity Commission, Affirmative
Action and Equal Employment; A Guidebook for Employers, Vol. TT
January, 1974, p. 19.
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responsibility of the Coitmiissioner of Administrative Services
and as an infringement on their rights to operate their de¬
partments as they see fit» As stated earlier, some resist¬
ance to affirmative action reflects ignorance of the impor¬
tance of equal employment. More horrifying, others resist
because of embedded hatred or hostility toward minorities.
Females are rejected primarily because of attitudinal stereo¬
types .
The affirmative action staff agreed that the office's
progress has been hindered by communication barriers. These
communication barriers have affected upward communication as
well as downward communication»
In its present chain of command, the affirmative action
officer reports to the commisioner? the commissioner reports
to the Chief Administrative Officer; the Chief Administrative
Officer reports to the Mayor. As information is received, it
is deciphered at each level of authority and only what is
deemed significant is passed on. Because of these several
channels of communication, much of what the affirmative
action officer recommends to improve the office operation
never reaches the Mayor,*
*See Appendix F, Organization Chart.
30
Downward communication is also impeded by personal in¬
terpretation, The affirmative action staff stated that much
of the information communicated to commissioners never reach
bureau chiefs and first-line supervisors who are crucial to
a successful affirmative action program. If commissioners
are not committed by some means to the affirmative action
program, it is difficult to obtain support from lower levels.
As an intern, I became aware of the communication pro¬
blems which the affirmative action office experiences. One
major observation is that the affirmative action plan and
policies have not been clearly explained and copies placed
in the hands of managers and supervisors. Therefore, their
interest and understanding of the program is minimal. As a
result, affirmative action correspondence is stagnated at
the department and bureau levels and very seldom reach the
first-line supervisors, nor employees.
Vital to the success of an affirmative action program
is recognition and exposure. All persons interviewed stated
that the City's affirmative action office does not receive
proper recognition and exposure. A skills survey also showed
that the majority of city employees have little or no under¬
standing of the affirmative action program and the procedure
for filing a discrimination complaint. One contributing fac¬
tor is that there is not a presentation and discussion of the
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affirmative action program as part of employee orientation.
Three interviewees felt that the affirmative action
office could function better as an independent unit account¬
able to the Mayor. However, the affirmative action officer
believes that structural location is less important than the
authority which the office carries and a commitment of sup¬
port from top management. She feels that if the office was
given independent status, it should be headed by a top level
official with some degree of credibility and authority for
successfully implementing the program. She does feel that
independency would improve necessary communication.
1 Q
A Skills Bank Survey on Atlanta City employees con¬
ducted by the Affirmative Action Office, Summer, 1976.
CHAPTER IV
AN ANALYSIS OF AFFIRMATIVE ACTION MODELS
AND THEIR PROBABILITY FOR SUCCESS
The City of Los Angeles, California is governed by a
black mayor, the Honorable Thomas Bradley. The City of Los
Angeles has a total work force of approxiamtely 42,764 em¬
ployees. In salary range $10,000 and above, 87% of the jobs
are occupied by males, 13% by females. Minorities occupy
36% of these jobs, whites occupy 64%,
On August 9, 1974, the Board of Civil Service Commis¬
sioners adopted the first annual City of Los Angeles,
Affirmative Action Program setting forth City-wide and
Departmental affirmative action goals, objectives and time¬
tables for improved representation of minorities and females
over a five-year period.
The General Manager of Personnel was given the primary
responsibility for Administration with support of each de¬
partment, Monitoring and Recommendations are handled by the
on
city of Los Angeles, California, EEO-4 Report, 1976.
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Personnel Department. Policy and Enforcement is the re¬
sponsibility of the Mayor, City Council and Civil Service
Commission. Evaluation is handled by the Affirmative Action
Task Force. The Personnel Department is responsible for
preparation of the City-wide Affirmative Action Program.
The City of Los Angeles has developed a comprehensive
Affirmative Action Program which appears to be in compliance
with many of the steps the Equal Employment Opportunity
Commission has recommended for successful implementation of
an Affirmative Action Program. First of all, the Chief
Executive has issued a firm written statement of Policy and
Personal Commitment and required the same of department
managers. A system for performance evaluation is standard
procedure which indicates support of top management.
Secondly, the plan calls for development of interdepart¬
mental Affirmative Action Programs as well as a City-wide
Affirmative Action Program. The rationale being that if firm
affirmative action plans can be developed interdepartmentally,
a City-wide Program will be a lesser task.
Third, each department in formulating its plan is to
appoint an EEO co-ordinator to implement and monitor the
department's program and to make quarterly reports to the
department manager.
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The plan states that each department shall furnish its
EEO co-ordinator with sufficient funds and staff to carry out
this function. This also shows commitment and an interest in
making EEO/Affirmative Action a reality in the City of Los
Angeles,
Another vital factor which the EEOC has emphasized for
the success of an affirmative action program is publicizing
the program. From the study of Los Angeles' plan, the City
appears strong in this area. In order to expose employees to
EEO, presentation of the department's affirmative action pro¬
gram will be a part of new employee orientation. Also, an
affirmative action news bulletin will be printed by the
Personnel Department. In order to expose and educate mana¬
gers and supervisors, the plan states that Personnel will con¬
duct a Cultural Awareness-Affirmative Action Training Program
and other seminars on EEO matters requiring the attendance of
all top management.
Externally, the City's EEO/Affirmative Action Policies
will be communicated to all companies that wish to do busi¬
ness with the City. All printed materials sent to the public
shall indicate that the City is an EEO/Affirmative Action
Employer, These aspects of the City of Los Angeles' Affirma¬
tive Action Program makes it a viable model for the implemen¬
tation of a successful program.
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In the case of the City of Atlanta, I will structurally
analyze two (2) proposed affirmative action models in the
City's plans for reorganization.
The City of Atlanta operated under the 1974 Reorganiza¬
tion Ordinance for two years. When this period was over.
Mayor Maynard Jackson once again called in a Task Force to
re-^evaluate the organizational structure and make recommenda¬
tions to provide for more effective and efficient operation
of Atlanta City government.
The Reorganization Task Force - Phase II, was composed of
five City employees and six representatives from the business
community, provided through the Atlanta Chamber of Commerce
Loaned Executives Program. The work of the Task Force was
conducted over a two and one-half month period.
The part of the Report which this paper will address is
the reorganization and recommendations of the Department of
Administrative Services, particularly the Affirmative Action
Office^ The Task Force recommended that this department be
abolished and replaced by a new Office of Administrative
Support. This Office would include; Personnel, Vehicle
Maintenance, General Services, Management Systems, Purchasing
and Contract Compliance and Public Information.
The Task Force Reorganization Report did not address the
Affirmative Action Program in detail* However, the Task Force
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made two major recommendations for the Affirmative Action
Office. The report recommended that the Affirmative Action
Office be transferred to the Personnel Office. Secondly,
the report recommended that the City develop a comprehensive
affirmative action program. Because the city's employees
are its most important assets, this comprehensive program
should seek to improve Personnel Management procedures in:
developing Employee Training Programs, meaningful performance
measurement and evaluation criteria and implementation of a
career development program.
The development of a comprehensive program is probably
the most beneficial recommendation for the affirmative action
program. It would enable the City's program to expand into
several vital areas which have been recommended by the EEOC
for a successful affirmative action program. However, to
place the Office in Personnel adds another link to the chain
of command which does not improve the communication barriers
which the office has been subjected to. Neither, does it
help to alleviate any of the other problems of the Affirmative
Action Office,
The Task Force Reorganization - Phase II Report was
completed in July, 1976, After careful analysis of this
report and recommendations by a Special Management Team, the
Mayor of the City of Atlanta submitted his proposed plan for
reorganization to the City Council on September 20, 1976.
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The part of the Mayor's Plan addressed in this paper
are recommendations for the Department of Administrative
Services, particularly the Affirmative Action Office. The
Mayor proposed that the Department of Administrative Services
be abolished. The operation of the Affirmative Action Office
would become part of the Office of Personnel, an administra¬
tive support office of the Mayor.
The Mayor's proposal for reorganization of this depart¬
ment is approximately the same as the recommendation by the
task force. However, one major difference is that the Mayor
proposed an Office of Equal Employment Opportunity be estab¬
lished directly accountable to the Mayor. The EEO officer
will serve in a monitoring capacity, compile reports and make
recommendations to the Mayor on Equal Employment Opportunity
in the City*
The separation of the overall affirmative action opera¬
tion from monitoring and evaluation appears to be an insigni¬
ficant division. The most logical organization would be to
transfer the entire EEO/Affirmative Action Program to a staff
office directly accountable to the Mayor. This would be in
line with suggestions by the EEOC for the implementation of a
successful Affirmative Action Program and would help to alle¬
viate several of the problems that have obstructed affirmative
action progress in accomplishing its goals.
CHAPTER V
CONCLUSIONS
Equal Employment Opportunity for all Americans is an
ideal. Positive steps taken to achieve this ideal is Affirma¬
tive Action. An Affirmative Action Program should actually
operate on merit employment concepts by assuring that all citi
zens, not just some, have an opportunity to openly compete for
jobs and advancement based on ability. To accomplish this end
managers and supervisors must be open and receptive to EEC/
Affirmative Action Plans.
The following concluding remarks address factors which
have caused the City of Atlanta "^s Affirmative Action Program
to be inept in accomplishing its goals to increase minority
and female participation in mid-level and upper-level jobs.
My observations, interviews, and review of the City's
Affirmative Action Program lead me to conclude that the City
of Atlanta has not taken the necessary steps to implement an
adequate affirmative action program.
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The Equal Employment Opportunity Resolution of 1974, was
established to implement an Equal Employment Opportunity Pro¬
gram for the City. It briefly stated that each Commissioner
and Agency Head would have the duty to establish and maintain
a positive program of equal employment for all employees and
applicants for employment. The resolution also stated the
duties of the Mayor,
The Resolution did not state which City official would
have the authority of overall development and implementation
of the program. Neither^ did the resolution mention any
funding for establishing such a program. As a result, the
Affirmative Action Office was established on a insecure basis.
An Affirmative Action Plan was written setting forth
departmental goals and timetables for improved representation
of minorities and females over a five-year period. However,
this plan was never sent to the City Council for approval nor
did the Mayor acknowledge approval of the program by an execu¬
tive order to top executives of the City.
One vital steo which the Citv^s Affirmative Action Pro¬
gram failed to carry out in implementing its program from the
outset was to provide training sessions to orientate and
21
City of Atlanta, Equal Employment Opportunity Resolu¬
tion, approved December, 1974,
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educate managers and supervisors on EEO matters and its im¬
portance, The City also failed to present the Affirmative
Action Program and its importance to city employees as part
of their job orientation.
This failure to prepare top management to accept respon¬
sibility for equal employment opportunity has contributed to
the lack of support of top management in implementing a suc¬
cessful Affirmative Action Program. The fact that the Mayor
has been negligent in mandating new legislation in support of
the Affirmative Action Program and in reprimanding departments
for poor performance shows a lack of adequate support on his
part.
Based on my observations and interviews, I also conclude
that the Affirmative Action Office has not been given the kind
of authority accomplished with power to implement a successful
Affirmative Action Program. The office has been negated the
powers to perform two of its most important functions;
(1) Its ability to resolve discrimination complaints and
(2) Its enforcement powers to insure that each department
adheres to stated Affirmative Action Plans.
The Affirmative Action Office has been given a great
task to perform but without the authority to enforce its
plans, the office is a powerless operation which has caused
it to be inept in accomplishing its goals.
41
My internship experience and interviews lead me to a
third conclusion that the Equal Employment Opportunity Com¬
mission was right in stating that the official appointed to
head the Affirmative Action Office must have sufficient time
and staff to implement a successful program. However, the
City of Atlanta does not have adequate staff to implement
all aspects of its Affirmative Action Program,
A vital area which the City^s. Affirmative Action Program
has not been able to address is training. To be successful,
an Affirmative Action Program must provide effective training
for managers and supervisors as well as preparing employees
for upward mobility. The lack of sufficient staff resources
to expand into this area has been detrimental to accomplish¬
ment of the City's Affirmative Action goals.
Based on observations and interviews, I conclude that
the Affirmative Action Office does not have sufficient funds
to undertake all aspects of a successful program. This has
caused the City of Atlanta's Affirmative Action Office to be
inept in accomplishing its goals.
No special provisions of budgetary allotments were made
for the Affirmative Action Program other than salaries for the
full-time employees (EEO officer and a stenographer). Funds
for materials and supplies have to be borrowed from whatever
account in the department that can allow it. There are no
funds for training materials such as ? audio-visual aids,
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EEO training manuals or publications. Limited resources
produce limited results.
My internship experience, observations and interviews
lead me to conclude that the Affirmative Action Office's pro¬
gress has been obstructed by factors that occur as a result
of the structural location of the office in the Department of
Administrative Services, As a part of this department, the
EEO officer has not been able to make independent decisions.
One major factor which a lack of autonomy has produced
is communication barriers. These barriers have hindered the
free flow of information to the Chief Executive as well as to
first-line supervisors whose commitment is crucial to a suc¬
cessful Affirmative Action Program.
Another major factor which a lack of autonomy has pro¬
duced is invisibility. In its present structural location,
the Affirmative Action Program has not received proper recog¬
nition and exposure. As indicated in the previous chapter,
a skills bank survey showed that the majority of city employ¬
ees have little or no understanding of the Affirmative Action
Program and the procedure for filing a discrimination complaint.
This problem of lack of recognition and exposure must be cor¬
rected because in order to be successful the Affirmative
Action Program must be publicized both internally and exter¬
nally.
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In final conclusion to analyze the concept of EEO/
Affirmative Action and why private employers as well as pub¬
lic employers have taken a lackadaisical attitude about im¬
plementing a successful EEO/Affirmative Action Program, we
must examine the federal governmental agency (EEOC) charged
with the power to enforce Equal Employment Opportunity Laws.
The continuous confusion and mismanagement within the
Equal Employment Opportunity Commission and the recent scandal
of bias in this supposedly anti-bias agency may be a reflec¬
tion as to why city affirmative action programs are not suc¬
cessful .
The enormous backlog of charges in this agency may also
speak to the reasons why many city officials are not concerned
about discriminating or providing equal employment opportuni¬
ties, If a charge was filed with EEOC, the chances of the
city being censured are one in 120,000 as of mid-1976. The
backlog of charges has probably increased several thousand
since that time.
The following question is one that has been raised by
State and Local governments and private industry. If the
federal government cannot make Equal Employment an ideal,
what makes the feds think we can make EEO a reality? My




My first recommendation is that the Affirmative Action
Office should be elevated to a staff office directly account¬
able to the Mayor. This office should be headed by a top
executive with proven ability to accomplish major program
goals, He or she should be given the same cabinet rank and
authority that is delegated to the other commissioners and
their departments. This authority and status would give the
office teeth to dig into the root of the problem, thereby,
providing for a better chance for a successful Affirmative
Action Program.
My second recommendation is that the Affirmative Action
Office be allotted an operating budget which should provide
for sufficient staff and funds for expanding its operations
into other vital aspects of a successful program. As stated
earlier, the City'^s Affirmative Action Program is geared only
to recruitment and selection. Additional staff and funds
would allow the office to; (1) improve its monitoring system
which is essential to a successful program and (2) develop
training programs to enhance managers and supervisors under¬
standing of EEO as well as orientation of employees to the
value of the Affirmative Action Program to them. These train¬
ing sessions should prepare the organization for change and
help to reduce attitudinal stereotypes of managers. This in
effect should increase support from managers and supervisors
in implementing successful departmental Affirmative Action
Plans.
My third recommendation is that after two years of op¬
eration the Affirmative Action Program should be re-evaluated
in terms of its effectiveness. The Affirmative Action Plan
should be revised to provide a comprehensive program covering
all elements of personnel policy and practice. Focusing on
recruitment and selection to the exclusion of other areas has
not produced the desired results, A vital area to be ad¬
dressed within the City is the work environment itself which
is important to the success or failure of EEO. Supervisors'
attitudes, the way work is assigned, employees assistance,
physical facilities — all of these are areas which the af¬
firmative action program must address.
Since the purpose of the City's Affirmative Action Pro¬
gram is two-fold in improving the job status of minorities and
women, the EEO officer should appoint a minorities' program
co-ordinator and a women's program co-ordinator to make sure
both aspects are equally addressed.
A new system should be devised to handle final judgement
on discrimination complaints that cannot be resolved by the
affirmative action office. Referring complaints to the Mayor'
office has proven unsuccessful. My recommendation is that
these complaints be referred to the Civil Service Board for
final decisions. One stipulation suggested is that the
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Affirmative Action Office be allowed to present its findings
on the case and its suggested resolution.
My final recommendation is that once a comprehensive
Affirmative Action Program has been prepared, it should be
submitted to the City Council and Mayor for approval as an
official public document, A copy of the plan and guidelines
should be submitted to each responsible unit and department
head as provided in the guidelines for implementation of the
plan. They in turn should be required to review the plan,
make its contents known to all supervisors in the unit or
department and acknowledge that they have taken those steps.
This will give credence to the structure and legitimacy of
the Affirmative Action Program.
The Mayor should acknowledge receipt of quarterly pro¬
gress reports and take demonstrative actions to deal with
departments that are falling short of stated goals and time¬
tables. He should review annual EEO reports and include EEO/
Affirmative Action progress in his State of the City message
each year. This will increase and insure support of top
management which is probably the most vital aspect of an
Affiannative Action Program,
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Heads of All City DepaiOTinent
Maynard Jackson, Mayor
City of Atlanta
SUBJECT: Equal Emplo3nnent Opporti^ity
This will serve to re-emphasize my policy^o'work
continually toward improving recruitment, employ¬
ment, development and promotional opportunities for
minority and women employees. •
Certainly, one of the most complex and tragic problems ’
which confronts City government and our nation today
■
is the absence of true equal opportunity for all
people without regard to race, color, religion, sex,
• age or national origin. v. .- -
While there have been civil rights laws enacted
during the past decades to assure such equality, - . ‘
many individuals and institutions have been negligent .
in meeting the requirements of these laws to the
extent that equal opportunity for all people, in fact,
is not a reality, . •
Consequently, the denial of equal access to oppor-
tunities for development ^.nd growth-has permitted
— ‘.r. ■ *
. •-*’-**. “•
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discrimination to continue in a variety of forms.
This means that proposed remedies must go beyond
the mere announcement of an equal opportunity :
policy. V/e; the Executive Branch of.the City of
Atlanta, must recognize and accept our responsi-.
bility to design and implement' programs which
strike at the total problem in our government
rather than deal simply in claims of equity
which, when tested, are often found to be empty
and disgraceful. ■
In a similar manner, women have found themselves
locked into sexual role stereotypes which have
acted to exclude them from full participation in
the mainstream of the working world.-. Attitudes ‘r
toward women have prevented women from realizing
their and society’s full potential and achieving,
equality within the institutions of society.
Therefore, we must strive aggressively to insure
the entry and growth of minorities and women in •
our work force until it is emphatically clear
that equality of opportunity in the City of Atlanta
is a fact as well as an ideal. To achieve ultimate
. effectiveness in this matter, our effqrts.toward
equal opportunity. for all people in our employ
must reflect total commitment to this goal on the
part of every City employee. We must, achieve
results - now. . .-t . . . •
Your cooperation and support in Affirmative Action
Program efforts is essential in assuring equal
employment opportunities in all City operating '
facilities. .You are leaders and, therefore, you.
are responsible for producing results. Excuses




SURVEY OF CURRENT EMPLOYMENT
JUNE, 1975
FEMALE MALE
MINORITY WHITE MINORITY WHITE
JOB CATEGORY TOTAL No. % No. % No. ! % No. %



























PROTECTIVE SERVICE 2, 048 87 4 91 4 563 ; 27
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1, 307 65
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1. Do you feel that the Mayor is supportive of the Affir¬
mative Action Program?
2. Do you feel that Department Heads are supportive of the
Affirmative Action Program?
3. Do you feel that Bureau Chiefs are supportive of the
Affirmative Action Program?
4. Do you feel that first-line supervisors are supportive
of the Affirmative Action Program?
5. Has each department promulgated its own set of guidelines
in reference to goals and timetables regarding the hiring
of minorities and females?
6. Has each department made sufficient progress in keeping
with its stated goals and timetables?
7. Is each department evaluated on its progress in the area
of affirmative action?
8. Has top management taken any disciplinary action against
departments with poor progress toward stated goals and
timetables?
9. Does the Affirmative Action Office have enforcement
powers to insure that each department is adhering to
its plans?
10. Does the Affirmative Action Office influence policy re¬
garding its operation?
10a. Does the Affirmative Action Office make policy?
10b. Does the Affirmative Action Office assist the Mayor or
Commissioner in making policy?
10c. Does the Affirmative Action Office carry out policy
mandated by the Mayor or Commissioner?
11. Does the Affirmative Action Office have a monitoring
system to evaluate and regulate the Affirmative Action
Program?




13. Does the Affirmative Action Office work with each de¬
partment to insure the hiring of minorities and females?
14. Can the Affirmative Action Office determine the number
of minorities and women who should be hired in each
department?
15. Do you feel that the Affirmative Action Office has an
adequate staff to process the work flow of the office?
16. Do you feel that the Affirmative Action Office has an
adequate staff to conduct training sessions for managers
and supervisors on EEO matters?
17. Do you feel that the Affirmative Action Office has an
adequate staff to provide the needed technical assistance
to each department?
18. Do you feel that the Affirmative Action Office has an
adequate staff to successfully monitor all aspects of
the Affirmative Action Program in each department?
19. Does the Affirmative Action Office has sufficient funds
to promote good public relations?
20. Does the Affirmative Action Office have sufficient funds
allocated for its personnel to attend EEO training ses¬
sions?
21. Does the Affirmative Action Office have sufficient funds
to undertake needed projects?
22. Does the Affirmative Action Office have its own operat¬
ing budget?
23. Does the Affirmative Action Office operate as an independ¬
ent unit of City government?
24. Do you feel that the Affirmative Action Office should be
an independent unit reportable to the Mayor?
25. Do you feel that the Affirmative Action Office has visi¬
bility in its present structural location?
26. Do you feel that affirmative action progress is hindered
by communication barriers?
27. Do you feel that the Affirmative Action Office receives
proper recognition and exposure?
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28, To what degree do you feel that City employees are aware
of and understand EEO/Affirmative Action functions and
importance to them?
29, Does the Affirmative Action Office make the ultimate
decision on charges of discrimination?
30, Are you satisfied with the manner in which discrimination
complaints are handled?
QUESTIONNAIRE
1. Do you feel that the Mayor is supportive of the Affir¬
mative Action Program?
2. Do you feel that Commissioners are supportive of the
Affirmative Action Program?
3. Do you feel that Bureau Chiefs are supportive of the
Affirmative Action Program?
4. Do you feel that first-line supervisors are supportive
of the Affirmative Action Program?
How familiar are you with the Affirmative Action Office
and its functions?
6. Have you ever filed a discrimination complaint?
7» If your answer to niomber six is yes, do you feel that
your complaint was handled effectively?
8, Do you feel that the Affirmative Action Office has suf¬
ficient power to provide technical assistance to employ¬
ees and user departments?
9, Do you feel that departments are meeting their goals and
timetables of increasing the number of minority and fe¬
male employees in middle- and upper-level jobs?
10, Do you feel that the Affirmative Action Office has the
enforcement power to insure the hiring of minorities
and females?
11, Have you received a newsletter or other publication from
the Affirmative Action Office?
12, If your answer to niamber eleven is no, do you feel that a
lack of funds limits their publications?
13, Have you ever attended a training session to prepare you
for promotion?
14, Do you feel that the Affirmative Action Office should
undertake other needed projects?
15, Do you feel that the Affirmative Action Office has visi¬
bility in its present structural location?
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16» Do you feel that the Affirmative Action Office should be
an independent unit accountable to the Mayor?
17. Do you feel that the Affirmative Action Office receives
proper recognition and exposure?
APPENDIX F
ORGANIZATION CHART
